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The guide 


Prevent on the job stress! 


The three largest employers’ associations in Europe together with the European 
Trade Union Confederation (ETUC) have signed a framework agreement on pre- 
venting and dealing with stress in the workplace (appendix). The Confederation of 
Swedish Enterprise, the Swedish Trade Union Confederation (LO), the Council 
for Negotiation and Co-operation (PTK) and the Swedish Confederation of 
Professional Associations (SACO) have agreed to implement this agreement in 
Sweden. This guide to work-related stress has been written to support this imple- 
mentation. Its aim is to inspire managers and staff to work together to develop a 


healthy workplace. 


According to The Swedish Work Environment Authority's regulation 2001:1, all 
companies with employees must have a systematic work environment management 
programme. This programme must take into account the physical, psychological 
and social conditions in the work environment. In business operations there are 
conditions that, under unfavourable circumstances, can lead to ill-health. Employ- 
ers need to be able to identify these working conditions in order to judge risks and 
take measures to see that employees are not subjected to, for example, long-term 


work-related stress. 
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Managers, safety representatives and safety committees or their equivalents have 
important roles in systematic work environment management. The employer sur- 
veys the work environment, assesses the risks and takes measures to correct work 
environment problems. The safety representative assists the employer by setting 
up action plans that aim at preventing health problems and accidents, including 
those caused by work-related stress. This guide is a tool that can be used in many 


ways in carrying out this work. 


It can be used as a simple surveying tool to help the involved parties develop ideas 
for measures to take in the work group and at the workplace. It can even be filled 
in individually for use later, by agreement, as the basis for a one-to-one manage- 


ment employee discussion. 


This material is an aid to finding factors at work that can lead to stress. In this 
sense, it aims not at measuring the stress level for individuals or groups, but rather 


at mirroring the conditions under which employees work. 


The guide takes up questions arising from important psychological, social, physical 
and organisational factors in working life. The employer is responsible for the 
work environment and employees are responsible for contributing to work envi- 
ronment programmes. With the help of this guide, managers and staff can geta 
clearer and more complete picture of their work situation and of how operations 
can be improved. Al] employees can Participate in the survey. Good cooperation 
creates the conditions for a constructive working climate and a good work envi- 


ronment with participation, development and empowerment as critical cornersto- 
nes. 


The guide discusses workload, empowerment, support, leadership, skills, develop- 


ment and rest and recuperation as well as other factors that are important in pre- 
venting stress. 


1 Work-related str 


The section entitled Working with the results presents a number of suggestions 
and ideas for measures that can reduce workloads, develop work teams and boost 
efficiency at work. Here you can get inspiration for a variety measures to take. 


Every industry and organisation is unique and therefore requires its own solutions. 
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Background 


Speeded up work tempos and increased demands 


Many experience that tempos and demands in daily life are on the rise, giving us 
all too many “musts” to deal with. We are expected to be high performers, stress 
resistant and change friendly. It is possible to live with high demands and frequent 
changes in the workplace, but to do so we need a carefully planned work organisa- 
tion, management and staff with the proper skills, and the insight, as individuals, 


that allows us to maintain a proper balance between activity and rest. 


Stress 


There are many definitions for the term stress. According to the Swedish Work 
Environment Authority, stress is the body's physical reaction to demands and 
expectations. These are natural reactions that allow us to use our strength and 
resources to do what is necessary. They need not carry with them negative conse- 
quences for our health, but rather, on the contrary, can provide stimulation. It is 
only when demands and €xpectations are out of balance with an individual's capa- 
bilities that health problems may ensue. This situation affects not only the indi- 


vidual, but the work team and the organisation as well. 


Stress factors 


We are all affected differently by the strains and problems that life brings us. 


There are, however, a number of general factors - stress factors - that have been 


7? 
9) Worl related stresc 


Physical factors such as noise, extreme temperatures and bad lighting can also act 
as stress factors. 


Reactions to stress 


Reactions to stress vary between people. The same individual can also react diffe- 
rently to the same stress factors at different stages in life. How we react depends 
upon our previous experience, our interpretation of and response to events and our 
general health. The Occupational Safety and Health Act reflects this, which it 
shows, for example, by stating that employees shall have the opportunity to participate in the 


design of their own work situations. 


Short periods of stress can be stimulating. The opportunity to perform well can be 
constructive - it can marshal our energy, sharpen our senses and boost our concen- 
tration. But even short-term stress - whether it is experienced as positive or negati- 
ve - can cause problems. Two examples of such problems are accidents caused by 
haste and limited attention to the task at hand and bad decisions that carry with 


them increased risk of accidents. 


When the stress load is long-term and high and cannot be influenced by the emp- 
loyee, the risk of stress reactions that can provoke health problems rises. Stress 
that we can neither cope with nor influence and that continues for longer periods 
wears us down. Chronic stress and lack of time for recovery reduces the produc- 
tion of hormones that repair and build-up the body. For this reason, long-term 
stress almost always results in exhaustion. Consequently, time for rest and recupe- 


ration are important factors in preventing ill health. 


Difficulty in sleeping can be an early sign of long-term stress - whether in work or 
in private life. Other reactions to stress include back pain, muscle pain, stomach 
pain and headache as well as memory and concentration problems, irritation, 
anger, tunnel vision and depression. These difficulties can, naturally, have primary 
causes other than stress, such as health problems. Examples of reactions to stress in 


the work team or organisation include high absenteeism, high staff turnover and 


recurring conflicts. 
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Cow to use this guide 


For you as the employer 


Start from The Swedish Work Environment Authority's regulations about syste- 
matic work environment management and consider whether to use this guide fora 
joint survey of the whole working team or at the individual level as support for 
one-to-one discussions with employees. Define the purpose of your survey and 
decide how the results will be used. Discuss these issues with all who are to take 


part in the process. 


In large workplaces it can be appropriate to build working teams, with representa- 
tives from both employees and employer, to plan and carry out the survey. The 
material developed must be used in good faith with the participants. Trust and sup- 


port from all are necessary for dependable results. 


First survey the work situation. After that, you can, jointly, develop appropriate 
measures to take. In a one-to-one discussion, the guide can be used to help the 
individual employee to develop at work. It is important to include all the issues 


discussed in this guide and to Carry out the process in a spirit of sincerity and trust. 


For you as employee 


One of the goals of this guide is to inspire you as an employee to solve your own 
problems at work. With increased knowledge of your working environment, you 
can anticipate and plan for change. You can use the results from the work ques- 
tionnaire as support during individual discussions with your line manager or team 
leader. Remember that you too are responsible for your situation in the workplace. 
Consider what measures might benefit you in the workplace and provide examp- 


les. In this way, discussions can lead to common measures and commitments. 


This is what it's like 


for me at work 


The questionnaire (pages 10-13) contains 35 statements which you respond to by 
placing a cross under the number that you think best fits your situation in the 
workplace. After you have given your responses to the five statements in an area, 
add your points and note the sum in “points for the area”. When you have finis- 


hed, transfer the result to the summary compilation on page 14. 


If the survey is run and compiled at the group level, combine your points in the 
respective areas and divide the sum by the number of participants to get the avera- 


ge value. This figure is then carried over to the summary compilation on page 14. 


The suggestions in the Working with the results section on page 15 can provide 
inspiration and ideas for an action plan. Everyone in the work team is responsible 
for creating a dialogue in which all participate. See to it that everyone in the 


group has a chance to speak and give opinions. 


Remember that small groups may have trouble maintaining anonymity. Consider this problem 


before running the survey. 
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Workload 


3 


5) | know what is expected of me at work. 


Empowerment 


1) | can influence changes that affect my 
2) | have enough authority to carry out my 


3) I have sufficient scope for action to perform 


4) I can set priorities by deciding the order in 
which to perform my work tasks. 


5) I can influence decisions about deadlines. 


) 
) 
) 
) 


Points for the area: by. eee 


1) | have a workload that feels acceptable. 
2) | have enough time to carry out my work tasks. 
I have no psychologically stressful work tasks. 


4) | think that the expectations others place 


on me are acceptable. 


Points for the area: | 


work tasks. 


work tasks. 


my work tasks properly when I work together 
with others. 


Disagree 
completely 


Disagree 
completely 


Agree 
completely 
aes 


8 @e 


Support 
Disagree Agree 
completely completely 


0 1 2 3 4 5 
1) | have people at work with whom | can 


speak in confidence. @@eé@ é E | 
2) | get support from my 
line manager/team leader. “a ( } 2a “| & i. 
3) | can get help from my colleagues to 
perform my work tasks. a { )@ 
4) | receive guidance at work when necessary. 7 a x a €: 2 
5) | have access to technical and/or 
administrative help when necessary. : : 
Points for the area: 
Leadership | 
Disagree Agree 
completely completely 


0 1 2 3 2 5 


1) | have a manager/team leader who intervenes 


when | have too much work to do. . ee 


2) | have a manager/team leader who sets clear 


limits for the contents and scope of my — ae & » we 


3) | know what my manager/team leader 


expects from me at work. 


4) I get regular feedback from my 
manager/team leader on my work 


performance. Se | | 
—" — = . nd 


5) | have a manager/team leader who treats 


me with respect. 


Points for the area: ___- ___ 


Continue on the next page 


Skills and development 


1) | have the skills | need to perform my 


work tasks. 


2) | have the opportunity to receive skills 
training when necessary for my work. 


3) I have time to review/consider how | 


have carried out a task. 


4) | get skills training and knowledge from 
my colleagues. 


5) | am developing professionally and 


personally at work. 


Points for the area: ages: 


Rest and recuperation 


1) I feel alert and well rested when I come 
to work. 


2) | have work hours/a work schedule that 
suits me. 


3) I can use meal times and breaks to relax 
from work. 


4) | have energy after work to do other things. 


5) I can put aside thoughts about work during 
my free time. 


Points for the area: 


Disagree Agree 
completely completely 
0 1 2 3 4 5 


Disagree Agree 
completely completely 
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Other important factors 


Disagree Agree 
completely completely 
0 1 2 3 4 5 


1) | have a job that is free from serious risk 


of accidents. 


2) | have a job that is free from threats 
and violence. 


3) | have access to first aid and crisis 


intervention at work. 
4) | have a job that is free from stressful conflicts. 


5) | have a job that is free from disturbing noise. 


Points for the area: 


Compilation 


Transfer the points for each area to the compilation below by marking a cross mn 
the blue line. Create a profile by connecting the values. Now you will find it easier 


to see which areas are experienced as stressful at work. 


Area Points 


There is no answer key to tell you how many points are good or bad, and it is not useful to compare 
the points in the various areas with each other. Each of the areas must be considered for possible mea- 
sures or action plans regardless of the number of points it has received. To follow developments and 


evaluate measures taken, it is appropriate to carry out surveys regularly. 
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Working with the 


results 


Think about the results in the compilation. Look at the statements in the question- 
naire that received the lowest points. What changes might be necessary? Remem- 
ber the anonymity problem. Perhaps the remaining text can guide you. Feel free to 


use the Suggestions for measures template on page 30. 


Sometimes it isn't possible to remove stress. It is important to use preventive and 
corrective measures such as work task rotation, skills development, increased time 


for recuperation and extra support. 


If the survey has been carried out at the group level, go further and, together with 
all the individuals involved, draw up a proposal for an action plan. Work with 
those things that you can realistically expect to influence and change. Finally the 
manager in charge of the group or organisation works together with the safety 
representative to stipulate the measures to be put into effect. Activities are written 
into the Action plan on page 33 and become a part of the company's systematic 


work environment management policy. 


If the company has difficulty dealing internally with the problems that the survey 
brings to light, the employer can turn to the occupational health service or other 


external professionals for help. 
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Workload 


Heavy workloads, whether psychological or physical, increase the need for rest 


and recuperation. Heavy workloads and time pressure over a longer time period 


can cause physical and psychological exhaustion. 


It is important to go through the division of work tasks among employees regular- 

ly in order to maintain an even workload. If the work tasks risk causing stress, clear 
limits to the nature and scope of the work are necessary. Employees should also be 
able to temporarily adjust workloads and working hours. When work tasks are 


stressful, the employees' need for support increases. 


The demands and expectations of others, for example clients or patients, can 
sometimes be experienced as too high in relation to the employee's capabilities. 
For this reason, early development of a common picture of what is to be accomp- 
lished is important. Because expectations at work are strongly connected to goal 
formulations, everyone involved should receive clear information about both the 


goals of the organisation and the goals set up for individual workers. 


Work can be experienced as less taxing if the worker is well prepared and takes 
part in time planning and staff allocation. Good planning makes work more effici- 
ent and effective. It is important for managers/team leaders and staff members to 


discuss jointly how the work is prepared, carried out, followed-up and evaluated. 
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Questions to think about and discuss 


- Is work preceded by planning, particularly during periods with heavy workloads? 
- Are staffing and other resources reasonably well balanced with workloads? 


- Does organisational planning help establish clear expectations for individual 


employees? 
- Is it possible to avoid long periods with heavy workloads? 
» What means are available for changing priorities when workloads are heavy? 
- Are there plans and methods for reducing and/or redistributing work tasks? 
- Is it possible to reallocate work tasks to employees with lighter workloads? 


- Can staff from other parts of the organisation be called on to help when work- 


loads are heavy? 
* How are overly pressing time plans avoided? 
- How are requests for postponing deadlines handled? 


* How can clients' demands be fulfilled with the resources available? 
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Empowerment 


Lack of authority to influence and control one's own work can be a stress factor. 
The employee should therefore have scope for action at work, for example the 
authority to vary or change the order in which to perform tasks and to change the 
work pace and the opportunity to take part in decisions about work methods. It 
can also be a matter of being able to prioritize one's own tasks to avoid excessive 
workloads or influence time planning. How great the scope for action can depend 
on the nature of and demands associated with the operation as well as the indi- 
vidual employee's need to influence his or her work. Heavy workloads, tight dead- 


lines and strictly controlled work often set limits on empowerment. 


Taking part in planning at work empowers employees. This becomes even more 
meaningful when changes are taking place. A precondition, though, is that time is 
allocated for participation and that employees have the authority, resources and 


skills to carry out the job. 


If employees are to have influence over work planning, they need accurate, suffici- 
ent and timely information. Employees must also know what is expected of them. 


Unclear expectations regarding work efforts can lead to conflicts. 


Many work tasks are complex and require collaboration between workers. While 
such collaboration is rewarding and has a positive effect on results, it can limit 
independence. Examples of such tasks can be found in project oriented work. 
Similar situations can occur when a client has great influence over how work is 
carried out. This applies very well to schools and health care where relatives make 


demands. Such conditions limit scope for action and can be stressful for employe- 
es. 
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Questions to think about and discuss 


* Does everyone know what is expected of them at work? 
- Are the organisation's goals clear and well established throughout the workforce? 


- Do employees receive regular information about working conditions and require- 


ments? 
- Are planning meetings held at the workplace? 
- Are the needs of employees to be a part of the operation satisfied? 


- Are employees given enough authority to perform their work tasks properly and 


safely? 
- Can the order of work tasks be changed or varied? 
* Can the work pace be changed? 
- Can employees plan their own work? 
» How are tasks which require more than one employee to carry out handled? 


- How are the requests and opinions of others concerning completed tasks 


handled? 


- How can we make it easier for ourselves to carry out our work tasks successfully? 
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Support 


A sense of community and a cheerful atmosphere at work results in both job satis- 
faction and an effective workplace. Managers play an important role in creating a 
sense of well-being in the workplace. During new employee orientation or upon 

the return of an employee who has been away for a longer period, the company's 


values should be made clear. 


We are each other's working environment - everyone affects the psychosocial 
work environment. Consequently everyone is responsible for the atmosphere at 
work. Friendly treatment and encouragement at work is of great use in fostering a 


good atmosphere, a sense of well-being and increased creativity. 


Support from colleagues in the form of concern and sympathy is also important 
when we need to speak in confidence with someone to air problems and get men- 


tal relief. 


Making advice and support available at work is important for the business as well 
as for the employees! professional and personal development. In this both mana- 
gers/team leaders and staff play an important role. Employees need guidance to 
reduce the stress involved in certain work tasks. Most often it is a matter of hel- 
ping an employee to deal with difficult task-related problems. Both supervision 
and guidance can provide support and contribute to skills development. Where 


necessary, a guide or mentor can play a role in worker orientation. 
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Questions to think about and discuss 


* Can we strengthen the community spirit at work? 

* Can we change the layout of our workplace to get a better sense of community? 
- Are there activities that can create a better sense of well-being and community? 
- Do we support and help each other at work? 

» How do we treat each other at work? What are our values? 

* How does the organisation communicate its attitudes and values? 

- Is there an orientation programme? Does it promote social contacts? 

* Is there a need for guidance in the organisation? 

» How does the manager/team leader give support and guidance? 


* Do we have the technical and administrative support we need to perform our 


work tasks properly? 
- Do we have access to company health care or similar professional expertise? 


« How well does the work environment organisation function and is there a safety 


representative? 
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Leadership 


Successful managers and team leaders lead actively. They are present in the work- 
place, lead operations and know how to create a good working environment. They 
notice risks and deficiencies in the working environment and are informed about 
occupational injuries and other work-related health problems. If the organisation 
and operation are such that management, for whatever reason, cannot be physical- 
ly present, other methods can be used, such as delegating those management tasks 


that are meaningful for daily operations. 


When leadership functions correctly, everyone at the workplace is treated equally 
and with respect. Sometimes, however, it may be necessary for a particular emplo- 
yee to receive special treatment at work, for example when a particular condition 
requires a change in work tasks or the workplace. In such cases, management, with 
the permission of the employee, should inform remaining staff of the reasons for 


this special treatment. 


The employee needs to know how expectations and goals are to be fulfilled and 
the part his or her efforts play in reaching the goals of the operation. The employ- 
ee also needs to know the scope and limits of work tasks, in terms of both content 
and time. Clear limits are necessary because a task itself can be limitless in both 


content and quantity, which can lead to stress, 


If work tasks and areas of responsibility are not well defined it is hard to live up to 
management's expectations. The risk of subjecting the employee to conflicting 
demands is great if work tasks and areas of responsibility are not clear. This can 


Sive rise to conflicts, stress reactions and health problems. 
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Questions to think about and discuss 


* How well are personal development talks functioning? 


- Are managers and team leaders aware when someone is not feeling well mentally 
or physically? 


- Do managers/team leaders get involved when someone shows signs of health 


problems? 
* Does the manager/team leader treat employees with respect? 
- Are management's expectations for employees’ performance clear? 
* How is feedback for completed work tasks given? 
- How do employees know that they have done enough and have finished a task? 
- Are tasks and areas of responsibility clearly defined? 


- Are employees aware of each other's work assignments? 
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Skills and development 


Every employee must have sufficient skills to perform assigned work tasks properly 
and safely. It may be necessary to complement skills with training, especially in 
fields where change and development are rapid. Other situations that require addi- 
tional training include changes in operations, for example alterations in work tasks 
and methods. In addition to having purely professional skills, employees should 


also know how to guard against risks at work. 


Managers and team leaders need to be especially familiar with the work environ- 
ment regulations and know the physical, social and psychological conditions that 
carry health and accident risks. They must also know what measures can prevent 
such risks and create a good work environment. To manage the work environment 
systematically, an organisation needs managers/team leaders, safety representatives 


and employees with good work environment skills. 


Lack of knowledge and skills at work often lead to poor results, which affect both 
the operation and the employee negatively. This is why it is important for staff to 
get regular feedback on completed tasks. Good knowledge and skills are an asset 


for both the individual and the organisation. 


Regular competence reviews should be held to insure that employees have the 
knowledge and skills that their jobs require. It can be advantageous to coordinate 


these reviews with yearly individual performance reviews and development talks. 


On the job training often yields fast improvements. Knowledge and skills that are 


already in the organisation spread through the workforce and are put to use imme- 
diately. 


Reflection and due consideration after work tasks have been completed can provi- 
de meaningful insight. How were results Were there any obstructions? Could 
other methods have been used? This learning process should be included as a rou- 


tine at work and time should be allocated to make this learning possible. 
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Questions to think about and discuss 


* Does the employer offer skills development training? 

* Do all employees have the skills and knowledge they need to perform their jobs? 
* Does everyone know the risks at work and how to guard against them? 

- Does everyone affected know the safety routines and safety instructions? 

» What measures can be taken to make adjustments to change easier? 

* Is there a need for training? 

* Under what circumstances is the need for training established and discussed? 

* Do workers receive regular feedback on completed assignments? 


* To what extent is there room for staff members to learn from each other in the 


organisation and how does such learning occur? 


- Is there time for reflection and due consideration on completed assignments? 
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Rest and recuperation 


What the employer can do 


Giving employees influence over their schedules generally improves the atmosphe- 
re at work. Everyday life becomes easier for employees to handle when they can 
adjust working hours to accommodate free time activities. Job satisfaction and effi- 
ciency increase. Naturally flexibility in working hours must be adjusted to the 


demands of operations and production. 


Long working days are tiring and should only be used temporarily, especially in 
physically and/or mentally demanding jobs. Fatigue during long shifts not only 
wears out the body but also results in poorer job performance and an increased 


risk of accidents. 


Night work causes stress and increases the risk of health problems and accidents, 
especially for older employees. Lack of sleep reduces our resistance and increases 
the negative effects of stress. Lack of sleep is itself a stress factor that can give rise 
to health problems. Sufficient rest and recuperation between shifts is necessary. 


After several night shifts, a longer recovery period is necessary. 


To be able to take short breaks during working hours for small talk with colleagues 
is important for both physical and psychological recuperation. Meal breaks are im- 
portant and should allow for recovery. Therefore operations should be organised 


to balance work requirements with the need for rest and recuperation. 


What the employee can do 


Lifestyle influences our ability to overcome stress. To reach a balance between 
activity and rest, we need both good sleep and time to recuperate while awake. It 
should be natural to feel alert and well rested when the work day begins and to 
have energy to do other things when the work day ends. Regular physical exercise 


and good nutrition have also been shown to make recovery easier. 
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Questions to think about and discuss 


* Do work hours and work schedule allow for a satisfactory balance between work 
and free time? 


* How are work hours reported? 

* Do operations allow flexible work hours? 

- Can operations be run to avoid extremely long work shifts? 

» Is the shift schedule set up to minimise risks at work? 

» Can time for rest and recuperation at work be increased? 

» Are meal breaks long enough to allow for rest and recuperation? 
- Is it possible to take breaks at work? 


- Is there anything else the company can do to make rest and recuperation easier? 
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Other important factors 


One prerequisite for good operations is that premises and equipment are suitable 
for the work tasks and adaptable to each and every employee's requirements. 


Equipment must not give rise to problems and so hinder operations. 


Work that carries a high risk of accident is of itself stressful. Good training, experi- 
ence, and written instructions as well as appropriate and well-functioning safety 
equipment all increase a sense of safety and security. So do first aid skills and 


access to emergency support. 


The risk of being subject to threats and violence exists in all too many organisa- 
tions today. For example, these risks apply to jobs where employees handle money 
or valuable objects, have positions of power or governmental functions or work 
where there is a risk of coming into contact with aggressive individuals. Such work 
is trying and can cause stress reactions. Training, alarm equipment and well known 
routines as well as drills in handling threats and violence are important for redu- 


cing this stress. 


Working alone can also cause stress, especially in combination with the risks men- 
tioned above. Other examples are jobs carrying responsibility for the lives and 
health of others and guard duty where things of value are at risk. 


Noise can cause exhaustion and is a stress factor. It also makes social contacts at 


work more difficult. For these reasons, it is important for the premises at work to 
have good acoustics. 


Conflicts and offensive behaviour can cause great stress. When they occur, it is 


Important for management to intervene quickly to find satisfactory solutions. 
Preventive intervention is essential, 
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Questions to think about and discuss 


- Are the premises suitable for the work tasks and operations in general? 

* Does the equipment provide the prerequisites for good results at work? 

- Is the equipment suitable for the needs of both women and men? 

- Is there help available when the equipment causes problems or breaks down? 


- Are there regular inspections and risk assessments of especially dangerous equip- 


ment and operations? 
- Are there written safety instructions where risks in the workplace are serious? 
- Are safety instructions followed? 


- Is the scope of written work and safety instructions sufficient and are these 


instructions followed? 
- Is there an awareness of safety questions? 
» Are skills and knowledge sufficient for the workforce to feel safe at work? 


» Is there readiness and are there well known routines in the organisation for hand- 
ling special circumstances such as death, injury, threats, violence or other crisis 


situations? 


* Does the organisation maintain close contact with police, emergency and health 


care services? 


» Are there employees who work alone and if so, can this be minimized or entirely 


avoided? 
- Are noise levels at the workplace disturbing and if so can they be reduced? 
» How can we prevent and solve conflicts and prevent offensive behaviour? 
» How can the risks of threat and violence associated with work tasks be judged? 


- If risks for threats and violence exist, have sufficient measures to guard against 


these risks been taken? 
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Suggestions for 
measures to take 


Find those areas where change is most urgent and make them high priorities. 


Develop a common action plan for areas where developments are negative. Make 


an example of and emphasize those areas developing well in order to maintain and 


even further improve them. Suggest and discuss measures that can reasonably be 


put into effect. 


Workload 


What needs to change? 


Empowerment 


What needs to change? 
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How can we change it? 


How can we change it? 


Support 


What needs to change? 


Leadership 


What needs to change? 
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Skills and development 


What needs to change? 
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How can we change it? 


How can we change it? 


How can we change it? 
ae 


_ 


ee — EES 


Rest and recuperation 


What needs to change? 


Other important factors 


What needs to change? 


3) Work related Stress 


How can we change it? 


How can we change it? 
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Action plan 


GOAL 


MEASURE START 
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Empowerment 


Skills 
and 
development 


Rest and 
recuperation 


Other 
important 
factors 


Reduced 
Workload 


Workload 


1) Common plan- 1) w*. 33/08 
ning of distribution 


of work tasks. 


2) Increased flexi- 
bility in the orga- 
nisation through 
skills development. 
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FINISH 
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2) w. 50/08 


RESPONSIBLE FOLLOW UP 


2) w. 5/09 
President 
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Links 


* Prevent: www.prevent.se 

* Arbetsmiljoverket: www.av.se 

* Arbetsmiljoupplysningen: www.arbetsmiljoupplysningen.se 

* The European framework agreement on work-related stress and the Swedish 


agreement may be found at www.prevent.se 
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2005-01-19 
The European framework agreement on work-related stress 


1. Introduction 


Work-related stress has been identified at international, European and national levels as a concern for 
both employers and workers. Having identified the need for specific joint action on this issue and antici- 


pating a Commission consultation on stress, the European social partners included this issue in the work 
programme of the social dialogue 2003-2005. 


Stress can potentially affect any workplace and any worker, irrespective of the size of the company, field 


of activity, or form of employment contract or relationship. In practice, not all work places and not all 
workers are necessarily affected. 


Tackling stress at work can lead to greater efficiency and improved occupational health and safety, with 
consequent economic and social benefits for companies, workers and society as a whole. Diversity of the 


workforce is an important consideration when tackling problems of work-related stress. 


2. Aim 


The aim of the present agreement is to increase the awareness and understanding of employers, workers 
and their representatives of work-related stress, draw their attention to signs that could indicate problems 
of work-related stress. 


The objective of this agreement is to provide employers and workers with a framework to identify and 
prevent or manage problems of work-related stress. It is not about attaching blame to the individual for 


stress. 


Recognising that harassment and violence at the work place are potential work related stressors but that 
the EU social partners, in the work programme of the social dialogue 2003-2005, will explore the possi- 
bility of negotiating a specific agreement on these issues, this agreement does not deal with violence, 


harassment and post-traumatic stress. 


3. Description of stress and work-related stress 


Stress is a state, which is accompanied by physical, psychological or social complaints or dysfunctions 
and which results from individuals feeling unable to bridge a gap with the requirements or expectations 


placed on them. 


The individual is well adapted to cope with short-term exposure to pressure, which can be considered as 
positive, but has greater difficulty in coping with prolonged exposure to intensive pressure. Moreover, 
different individuals can react differently to similar situations and the same individual can react different- 


ly to similar situations at different times of his/her life. 


Stress is not a disease but prolonged exposure to it may reduce effectiveness at work and may cause ill 


health. 
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Stress originating outside the working environment can lead to changes in behaviour and reduced effecti- 
veness at work. All manifestations of stress at work cannot be considered as work-related stress. Work- 


related stress can be caused by different factors such as work content, work organisation, work environ- 


ment, poor communication, etc. 


4. Identifying problems of work-related stress 


Given the complexity of the stress phenomenon, this agreement does not intend to provide an exhausti- 
ve list of potential stress indicators. However, high absenteeism or staff turnover, frequent interpersonal 


conflicts or complaints by workers are some of the signs that may indicate a problem of work-related 
stress. 


Identifying whether there is a problem of work-related stress can involve an analysis of factors such as 
work organisation and processes (working time arrangements, degree of autonomy, match between wor- 
kers skills and job requirements, workload, etc.), working conditions and environment (exposure to abu- 
sive behaviour, noise, heat, dangerous substances, etc.), communication (uncertainty about what is expec- 
ted at work, employment prospects, or forthcoming change, etc.) and subjective factors (emotional and 


social pressures, feeling unable to cope, perceived lack of support, etc.). 


If a problem of work-related stress is identified, action must be taken to prevent, eliminate or reduce it. 
The responsibility for determining the appropriate measures rests with the employer. These measures will 
be carried out with the participation and collaboration of workers and/or their representatives. 


5. Responsibilities of employers and workers 


Under framework directive 89/391, all employers have a legal obligation to protect the occupational 
safety and health of workers. This duty also applies to problems of work-related stress in so far as they 
entail a risk to health and safety. All workers have a general duty to comply with protective measures 
determined by the employer. 


Addressing problems of work-related stress may be carried out within an overall process of risk assess- 
ment, through a separate stress policy and/or by specific measures targeted at identified stress factors. 


6. Preventing, eliminating or reducing problems of work-related stress 


Such measures could include, for example: 


— management and communication measures such as clarifying the company's objectives and the role of 
individual workers, ensuring adequate management support for individuals and teams, matching respon- 


sibility and control over work, improving work organisation and processes, working conditions and 
environment, 


— training managers and workers to raise awareness and understanding of stress, its possible causes and 
how to deal with it, and/or to adapt to change, 


— provision of information to and consultation with workers and/or their representatives in accordance 
with EU and national legislation, collective agreements and practices. 


7. Implementation and follow-up 


In the context of article 139 of the Treaty, this voluntary European framework agreement commits the 
members of UNICE/UEAPME, CEEP and ETUC (and the liaison committee EUROCADRES/CEC) to 


implement it in accordance with the procedures and practices specific to management and labour in the 
Member States and in the countries of the European Economic Area. 


The signatory parties also invite their member organisations in candidate countries to implement this 
agreement. 


The implementation of this agreement will be carried out within three years after the date of signature of 
this agreement. 


Member organisations will report on the implementation of this agreement to the Social Dialogue Com- 
mittee. During the first three years after the date of signature of this agreement, the Social Dialogue 
Committee will prepare a yearly table summarising the on-going implementation of the agreement. A full 
report on the implementation actions taken will be prepared by the Social Dialogue Committee during 


the fourth year. 


The signatory parties shall evaluate and review the agreement any time after the five years following the 


date of signature, if requested by one of them. 


In case of questions on the content of this agreement, member organisations involved can jointly or sepa- 


rately refer to the signatory parties, who will jointly or separately reply. 


When implementing this agreement, the members of the signatory parties avoid unnecessary burdens on 


SME's. 


Implementation of this agreement does not constitute valid grounds to reduce the general level of pro- 


tection afforded to workers in the field of this agreement. 


This agreement does not prejudice the right of social partners to conclude, at the appropriate level, inc- 
luding European level, agreements adapting and/or complementing this agreement in a manner which 


will take note of the specific needs of the social partners concerned. 
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Work-related stress 


The three largest employers associations in Europe together with the 
European Trade Union Confederation have signed a frame agreement 
on how stress in the workplace can be prevented and reduced. The 
Confederation of Swedish Enterprise, the Swedish Trade Union Con- 
tederation (LO), The Council for Negotiation and Co-operation 
(PTK) and the Swedish Confederation of Professional Associations 
(SACO) have agreed to implement the agreement in Sweden. This 
guide on work-related stress has been created to support this imple- 


mentation 


The aim of the guide is to inspire managers and employees to work to- 
gether to develop a healthy workplace. The guide is an aid to identify- 
ing those factors that can create stress. Its purpose ts not to measure 

the level of stress of the individual but rather to give a picture of his o1 


her working conditions. 


[his guide is a tool to use in the systematic process of surveying, ana 
lysing risks and taking and following up corrective measures in the 
area of work-related stress. It can be used both for surve ing and as in 


spiration for corrective measures. 
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